ABSTRACT
INTRODUCTION
Knowledge in organizations can be categorized into two categories: explicit or tacit. Explicit knowledge is easily captured and managed. Tacit knowledge is highly personal, available within the individual and difficult to capture and manage. Tacit knowledge when captured is important as it formed the knowledge capital of the organization. Knowledge Management (KM) has generated research interest especially in managing tacit knowledge, and is greatly influence by Nonaka knowledge creation theory (Nonaka, 1991) . Thus, the application of KM has emerged as an approach which enable the capture, storing, reuse and retrieval of knowledge (Grundstein and Barthes, 1999) , in improving organization's productivity.
Many researchers have acknowledged the limitations of current approaches and techniques to managing tacit knowledge (McGee and Prusak, 1993; Laudon and Laudon, 1998; Argote et al 2003 : Asprey, 2004 Sor, 2004; Sheldourn et al 2006) . There are not only difficult to conceptualize but much of it is never 'produced', which might cause an organization missing the competitive advantage Jabar, (2009) and Sidi et al (2009) . There is an increasing concern in evaluating employees' productivity based on the competencies from tacit knowledge that is acquired through experience and know how as mentioned in (Anand et al, 2009 ), for by capturing tacit knowledge, this will influenced the success of an organization..
KNOWLEDGE MANAGEMENT IN AN ORGANIZATION
Utilizing knowledge accumulated and generated in an organization is a strategic way to acquire the competitiveness edge for an organization, when Nonaka (1994; 2001) , Nonaka and Takeuchi (1995) and Nonaka and Konno (1998) , introduced the term tacit and explicit knowledge in their four knowledge quadrant theory.
Tacit Knowledge
As noted by Polanyi in (Polanyi, 1966) , knowledge starts with a tacit process which comes from individual. Explicit knowledge, unlike tacit knowledge, is defined as knowledge that can be codified and therefore more easily communicated shared and stored in information technology (Martensson, 2000) .
Among the reasons of difficulties cited in the literature in managing tacit knowledge are due to the reason of tacit knowledge that is inherently elusive , people may not be aware of their tacit knowledge, or people do not want to make it explicit which may result in giving up their valuable competitive advantage Stenmark (2001) . Nonaka and Takeuchi (1995) , Douflou (2004) and had proposed the need to convert tacit knowledge into explicit codified knowledge for sharing and to internalised explicit knowledge. Having the view that tacit knowledge can be transformed into explicit knowledge, information is considered as explicit knowledge of the various types of information and knowledge created, used and transferred in organization. This led to the suggestion of Kakabadse et al. (2003) , that information and data are the important pillars of knowledge management.
Knowledge Management and Competencies Assessment Framework
Durstewitz (1994) and Grundstein and Barthes (1996; 1999 , Douflo (2004 , Nyame-Asiamah, F, (2009) and) suggested that knowledge in an organisation can be used to determine what knowledge can be capitalized. Therefore, explicit knowledge can be handle through knowledge management using KM tools such as document management, while the tacit knowledge require some formalization. Building on this argument we follow the work of Sveiby (1994) , which defines knowledge as the competence of people and can be valued and measured internally and externally Sveiby , Douflou (2004) . Hence competence management in this study is derived from the need to develop a method of formalizing these knowhows for assessing individual productivity.
In managing competencies, we put forward that tacit to explicit knowledge took place as user profiles are created and competencies of the people in the organization can be measured based on user profiles as profiling features are usually associated with competence management as in Douflou et al. (2004) . User profile can be used to represent a 'snapshot' view of the competencies as a measurement purposes (Sveiby, 2002) . Information technology has revolutionarised the importance of managing knowledge in an organization. Information processing is seen as an approach in managing knowledge, and Wiig, (1995; 2000) proposes that tacit knowledge can be transformed into explicit knowledge, collected and stored in database.
Grundstein and Barthes (1999), introduced a paradigm of knowledge used and produced by identifying and localizing knowledge; formalizing it; distributing it and maintaining it.
Based on the literature review on the framework put forward earlier, it can be said that Nonaka and Sveiby's approach are inclined towards people and process centric, which was in the knowledge creation process, composed of four distinctive processes socialization, externalization, combination and internalization by Nonaka (2001) . While Sveiby's framework of people centric starts with the primary intangible resource that is the competence of people, to create value to the organization. Works by Wiig and Grundstein tended to emphasized more on the technology and product centric approach, as new knowledge is created in the knowledge creation process, it needs to be stored for later use. These processes takes place during the knowledge development until the knowledge maintenance process as described in Wiig's and Grundstein framework. With the use of technology, organization developed repositories of organization knowledge, so that it can be retrieve or transfer at any time. Based on these work, it can be said that people and process centric as well as technology product approaches are two main perspectives normally adopted in many KM research as well as KM application (Koehn and Abecker, 1997; Spek and Spijkervet, 1997; Hansen et al., 1999 , Eun-Hong Kim (2005 , R. Vandaie, (2008) . The technology and product approach implies that knowledge are objects that can be located and manipulated and is possible to capture, distribute measure and manage (Mentzas et al., 2002) . Knowledge and competencies are closely related and not much attention is being given in managing competencies as noted in the study of Haerem (1998), Lindgren & Stenmark (2002) and Lindgren et al. (2003) . Further studies have noted competencies as an abstraction of task and a measurement for measuring human abilities and competencies (Nordhaug 1992; Haerem 1998; Lindgren and Stenmark 2002; Lindgren et al. 2003) . We feel that study must be made to capture tacit knowledge, when employees leave or become unavailable. This is further encouraged, to help us understood and accurately reflect the employee's productivity. This is supported by Lindgren et al (2003) , with the need to manage employee's competencies for competitiveness edge in an organization.
CONCEPTUAL FRAMEWORK
KM framework discussed earlier has discusses on the view that focuses on people and process. Technology and product approach focuses on how to store and make knowledge accessible to people. We argue that since people are the source of tacit knowledge hence the knowledge of people, it is proposed that tacit knowledge is conceptualized and formalized through knowledge process and a model for competencies can be identified as shown in Figure 1 .
In formalizing it, a structure of knowledge for the organization is built as an inventory of knowledge product.
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